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FOREWORD

~1
This Is the first consolidated issuance of personnel management
data for the Agency. It has been prepared to assist In evaluating
the overall Agency personnel posture and also to help ~vu eva 1uate
the personnel management and administration in your organ i zation .

This data will be published on an annua l basis. We welcome any
suggestions you have that would make it more useful to you.

CHARLES H. SCOTT
Colone l , USA
Assistant to the Director
for Personnel
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P R E F A C E

DCA FY 1977 PERSONNEL 1iBNAGEMENT INFORMATION

This document forms one of the Inputs to the process of eval uating personnel
management and administration In DCA. It presents selected personnel data to
assis t heads of DCA Staff  Elemen ts and Fie ld  Act ivi t i es in assessi ng an d im-
proving their personnel management and adminlstr~tlon . In addition , the in-
formation Is designed to provide--

• A better picture of overall Agency personnel posture.

• An understanding of DCA workforce profile and composition .

• A baseline for future comparison and ana lyses.

The material is presented in the form of statistica l tables , graphs , and
charts, along with narrative descri ption and explanation . it is grouped in

~ I five broad areas: staffing, education and training, recognition and evalu-
ation , workf orce p r o f i l e , and special interest items . Information is In-
cluded only if it is--

• An Indicator or prov i des data on an important aspect of personnel admin-
istra t ion .

• Mean i ngful and useful to managers to carry out their personnel respon-
sibi l ities.

• Available in either automated or manua l form without additional reports
from DCA staff or field activities .

Managers are encouraged to compare the information they have about their own
activity with the data presented here. In using and interpreting this data ,
managers should be aware tha t much of this data is meant to prov i de statis-
tica l indicators rather than definitive conclusions for the various person-
nel areas. In genera l , any individua l statistics and charts should not be

• viewed In isolation , but as they relate to other personnel management in for-
mat ion .

The personnel information in this document Is prov i ded by the Office of Edu-
cation ,Training, and Career Devel opment; Militar y and Civilian Personnel
Divisions; and the Personnel Management Information System of DCA . In most
instances , the original source of the data is individua l personne l records
and information submitted by heads of OCA activities and supporting person-

• nd offices . Generally, the information represents Agency-wide personnel
data for Fisca l Year 1977, although comparisons with prior years , among DCA
act iv i t ies , or with government-wide figures are made when the data Is avai l-

• able.
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In add i t ion , Agency-wide totals only are shown when the numbers invo l ved are
• too small to be meaningful when div ided among indi vidua l DCA activiti es. To

enable you to compare organizations and data bases of different sizes, some
information Is presented in percentages rather than as absolute numbers.

Unless otherwise Indicated , all DCA data is based on the on - board strength
as of 30 September 1977. Also , unless specifically stated , WHCA data i s not
included in this document.

• The codes and abbreviations used for DCA ~ ctlvit ies ” and for the predom inant
skill groupings in DCA are listed on the next page.

Due to changes in the Fiscal Year period occurring in 1977, the compari son
of FY 77 with prior years varies . In some cases it is necessary to compare
with the prior 12 month period (2nd , 3rd , and 1Ith Qtrs of FY 76 and FY 71),
in other cases actua l FY 76 data is used , and at times both FY 76 and FY 71

• data is appropriate.

When appropriate , the governing DCA1 is listed along with names and telephone
numbers for individua ls in the Office of the Assistant to the Director for
Personnel who may be contacted concerning the material presented . For all
other information presented , contact the Plans and Analysis Division .

( ACLXANDER BEIM
Major , USA

\.,. .......- Chief , Plans ~ Analy s is Div i sion
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ABBREVIATIONS
• A C T I V I T I E S  AND SKILL GROUPS

ACT IV IT ~ES

100 OffIce of the Director , OCA
200 Office of the Assistant to the Director for Administration
400 Plans and Programs Directorate
500 Opera t ions Direc tora te
600 Comptroller Directora te
700 Office of the Assistant to the Director for Personnel
800 Mili tary Satellite Communications Systems Directorate
NCS Offi ce of the Manager, Nati onal Communications System
WSEO WWMCCS System Engineering Organ i zation

• DCAOC Defense Communications Agency Operation s Center
OCEC Defense Commun i cations Engineering Center
CCTC Command and Control Techni cal Center

• DECCO Defense Commercial Communications Office
EUR DCA European Area
PAC OCA Pac i f i c Area

• WHCA White House Commun i cations Agency

SKILL GROUP S

• OMS Skill s involv ing operations research and systems analysis
(ORSA), mathematics , and sciences.

ENG All engineering discipl ines , in c l ud in g commun i ca t ions
engineers .

COM Commun i cations related sk ills , exclud i ng commun i cations
engineers.

ADP All data processing related ski lls.

P&A Personnel and administrative skills , excluding purely
cleri cal or secretarial functions.

C&S Skills involving clerica l and secretarial functions.

0TH Include s all other skill areas. Each of the skills included
here (about 25 dIfferent occupational serIes are invo l ved)
forms l~ or less of the DCA workforce, except for about 2.5~
in the comptroller/finance area.
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Military on-board strength of the Agency during FY 77 has been about 100 below
FY 76, the decrease occurring generally during FY 7T. As shown above, this
reflects a corresponding decrease of about 60 in the authorization figures.

The chart below represents officer vacancy trends. These have been fairly con-
sistent over the last two years , generally running less than 9* of the authori-
zed officer strength. Vacancies without programmed replacements (nominees)
have been averaging only about 2* of officer authorizations. The only prob l em
encountered has been the disproportionately high percentage of Navy officer
vacancies. These have typically formed close to half of the officer vacancies ,
although Navy officers comprise about 20* of the OCA officer strength.

IA OFFICER VACANCIES

20 —

PRIOR 12 MOS

VACANCIES W/OUT NOMS 

10 — 
~~~~~~~

FY 77 ~~
OCT ‘ NOV ‘ 

DEC 
‘ JAN ‘ FEB ‘ MAR • APR ‘ MAY ‘ JUN ‘ JUL ‘ AUG SEP



MILITARY SKILL REQUIREMENTS
OFFICERS - REQUIRED VS ON BOARD BY SKILL

ON BOARD AS % OF AUTHORIZED
REQUIRED OMS ENG COil ADP P&A 0TH

OMS - 16 111*1 - 25% - - 31%
ENG - 125 - 

_____ 

22% 3% - 14*

COil - 154 1% 13* - - 13%

ADP - 104 3* 2* 0* 165%J - 15*

P&A - 11+ 7% - - - 186*1 7%

0TH - 26 - 4* 6* 4% -

ENLISTED - REQUIRED VS ON BOARD BY SKILL

ON BOARD AS * OF AUTHORIZED

~EQUIRED COM ADP P&A 0TH

:o,i - 216 I9!~1 1% - 1%

• WP - 21+8 1* ~9l~j  1% -

- 26 - - 1100*1 
_____

)TH - 32 4* 3% - [78~J

NOTE : On-board f igures may not add up to .700% due to vacancies and overlaps .

The above charts show the number of officer and enliste d personnel required
In each skill group (based on JTD authorizations ) and how these requirements
are filled. The percent of on-board personnel whose primary or secondary
skill matches the requ i red sk ill are shown in the box for each skill group.

Almost all enlisted personnel serve in their prima ry or secondary specialty.
• Fewer officers are assigned according to their primary or secondary specialty.

This is due to a numbe r of factors. Considering both primary or secondary
specialty, DCA Is still short about 20* of its engineering and data pro-
cessing officer requirements. Officers may be selected to fi ll a billet
based on their educational qualif ications , in addition , it appears that
In a number of cases comun i cations engIneers are used for comun i cations
officer (non-engineer) positions and vice versa .
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MILITARY ADVANCED ACADEMIC REQUIREMENTS
In FY 77 , 216 DCA officer posit ions were validated for advanced academic
degrees. For FY 78 this number drops to 196 positions. The reduction of 20
requirements is due to deletion of six validated billets from the JTD’s and
what appears to be a more reali stic approach by managers. The latter action
appropriately prevents over-budgeting for education funds and assignment of
over-qualified perconnel .

ADVANCE DEGREE REQUIREMENTS BY ACTIVITY & SERVICE

TOTAL ARMY NAVY 
- 

A I R  FORCE MARINE CORP S
ACTIVITY FY77 FY78 FY77 FY78 FY77 FY78 FY77 FY78 FY77 FY78

HQ ~~NCS 51 36(1) 16 11 (i ) 13 9 22 16 0 0

WSEO 8(I) 19(2) 1 5(1) 0 7 7(1) 7(1) o 0

DCAOC 11 5 5 2 1+ 3 2 0 0 0

DCEC 34(3) 34(2) 8 9 9 9 17(3) 16(2) 0 0

• CCTC 86(l) 77(1) 26 23 25 20 31(1) 30(1) 4 4

DECCO 5 4 2 2 0 0 3 2 0 0

EUR 6 
• 

6 2 2 0 0 4 1+ 0 0

• PAC 15 15 4 1+ 6 6 1 1

TOTAL 216(5) 196(6) 61+ 5 8(2)  55 52 92(5) 81 (4) 5 5

( ) Doctorate

DEGREE REQUIREMENTS BY DISCIPLINE

DI SC I P L I N E  MAT H & MGI &
EN G ADP COM MGI OP ANAL BU S MGI OTHER TOTAL

FI SCAL YEAR 77 78 77 78 77 78 77 78 77 78 77 78 77 78

tASTERS 88 87 1+7 1~5 1+1 27 23 20 9 7 3 4 211 190

DOCTORATE 5 6 0 0 0 0 0 0 0 0 0 0 5 6

Code 710, It. Col . Scarborough , Ext 22630
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CIVILIAN STRENGTH

3

CIVIUAI $TNE TH
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RESTRICTING
TEMPORARY 

~ AUG ThIEITNICTIOI LIFTED
• CEILING OF SD MIRING L~~ITEO TO FY 71 CEILIN G

1755-

~~~~~~~
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Includes WHCA

Civilian strength of the Agency was affected by reduced personnel ceilings
(1651 for FY 77 vs 1672 at end FY 7T), by the Presidential hiring restric-
tion s which imposed a ceiling based on the on-board strength on 28 February
1 977 (1625), and by the FY 78 ceiling of 1603. DCA continues wIth an on-
board strength close (within 2 - 3%) to the ceiling. This continues to
affect the Agency ’s ability to support personne l programs where individuals
must be applied toward total Agency ceiling (e. g., in-Processing Unit ,
cooperative education , summer hir ing from Civil Service reqlsters).

Other categories of personnel also affect strength accounting. This
must be considered in viewing the above chart. Heads of major DCA staff
elements , field activities , and civilian personnel offices have been asked
to make a special effort to i dentify these categories of personnel. They
are listed by activity on the chart on the following page and consist of--

Overages. As a result of the reduction in c i vilian personnel ceilings ,
both for FY 78 and prior years , the Agency ended FY 77 wIth 42 individuals
who could not be placed in authorized JTD positions. These individuals
count towards the tota l DCA ceiling. Continuing effort will be required
to reduce this number and to place overage personne l into authorized JID •

vacancies .

Part-T i me. These General Schedule (GS) emp loyees are Included in the DCA
strength fiqures. Their number is relatively small and includes two IPU ’s
in DCEC. 

•
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CIVILIAN STRENGTH

• WAE . Personnel in this category are included in the DCA strength only “When
Actually Emp loyed” durin g the month. During FY 77 this consisted of 3 experts/
consul tants and one GS employee .

IPU. GS personne l hired in accordance with DCA I 220-15-4) to reduce the timelag
between recruitment and placement of clerica l personnel. They are Included in

• DCA strength and as of end of FY 77, 12 were ii this category (including 2 In a
part—time status).

COOP. This cooperative education program had 8 college students remaInIng at
the end of FY 77. They are counted against DCA strength when working at DCA
and are in a LWOP status when in college .

YOUTH. Emp l oyment under one of a number of categories of Presidential Youth
Opportun i ty programs is exempt from personnel ceilings . The largest number
of indivIduals employed under these programs In FY 77 was 68 during the
summer months.

LWOP. individua ls in a leave-without-pay status In  excess of 30 days are
not counted against ceiling. However , since these individuals can return

• to their position in DCA after termination of their LWOP , they affect the
- - hiring of new employees when the on-boa rd strength is at or near the authori-

zed ceiling. As of end of FY 77, 13 indiv Iduals were in a LWOP category ,
including 6 of the 8 COOP ’s.
RETURN RIGHTS. As of the end of FY 77, 15 individuals were i dentified as
having return rights to positions in DCA within the FY 78 period. This
includes personnel in overseas assignments and those in a trial retirement
status . Eleven of the 15 are in the high-grade category .

SPECIAL CATEGORIES OF ON-BOARD PERSONNEL

~CTIV ITY OVERAGES PART-T I ME WAE IPU COOP YOUTH IWOP RETURN RIGHT~

• 100 1 2 1
200 2 15
400 3 1 5 I 2
500 6 2

~0O 1
700 1 4
800
ICS 2
1SEO
DCAOC 1+ I 4 2 4

• DCEC 5 3 2 2 12 2

~CT C 5 6 5 1 1 6 2
DECCO 13 12 3

UR
‘AC 1 — — — 1

TOTAL 42 4 4 72 8 68 13 75

NOTE : Foreign nationals excluded f rom all
strength data. .7
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CIVILIAN STRENGTH
To preclude adverse personnel actions as a result of exceeding personnel ceil-
in gs and to highl ight for managers the personnel status of their activity ,
monthly on-board strength reports are prepared. The chart below shows the
indiv Idua l activ ItIes ’ strength durIng three points in FY 77. This chart
depicts only those employees who are applied against ceiling (see preceding
page). At end of FY 77 the Agency was already below Its end FY 78 target• by 2%. However, wi th the lifti ng of hiring restrictions , the existing
overages , and the potential of employees exercising their return rights , the
need for monthly mon i toring of civilian strength of each activity wi ll remaIn.

CIVILIAN ON-BOARD STRENGTH BY ACTIVITY

FY 77 START MID END F)’ iS
ACTIVITY AUTH FY 77 FY 77 FY 77 AUTH

100 25 21 25 27 28

200 77 79 80 74 72

400 64 68 65 62 64

500 82 ~3 84 82 77

600 66 58 62 64 69

700 30 30 29 28 29

800 13 13 13 12 13

NC S 25 23 24 24 24

WSEO 24 5 14 16 25

DCAOC 175 175 176 171 170

OCEC 253 248 246 21+6 247

CCTC 502 ~,98 466 483

DECCO 19, 205 192 185 185

EUR 51 49 50 45 51

PAC 55 62 60 57 55

OTHER 14 5 15 14 11

TOTAL 1651 1616 1633 1573 1603

Includes WHCA

8
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SENIOR LEVEL POSITIONS
• (GS— 13 AND ABOVE)

FY 77 HIGH GRADE SUMMAR Y
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FY 77 TARGET (WSE OEXCL UOED)

II. —

I I I I I I I I I I
OCT NOV DEC JAN FES MAR APR MAY DUN JUL AUG SEP

Incl udes WHCA

The FY 77 Hi gh-Grade Summary portrays the Agency ’s successful efforts to
meet the OSD target of 616 senior-leve l positions (high grades--GS13 and
above) by the end of FY 77. WSEO was excl uded from this target during
FY 77, but is included in the FY 78 goal of 617. Although hiring restric-
tions were Imposed on the total civilian workforce in March 1977, additional
restriction s were needed on senior-level positions during August and September
1977 which enabled the Agency to meet its FY 77 target.

DCA ended FY 77 with two under its FY 77 target and , with the addition of
WSEO , with only seven over its FY 78 target. The “High Grades by Activity ”
chart on the next page shows the progress toward FY 77 goal of each activity.
Also shown is the number of senior-leve l individuals over or under each
activity ’s authorization based on both end FY 77 and FY 78 targets.

The “High Grades by Activity and Grade” chart on the next page further
portrays the end FY 77 on-board strength of the senior-leve l personnel.
(Personnel employed under Title 10, U. S. C. 1581 (P. L. 313), are shown
as ST.) 
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SENIOR LEVEL POSITIONS

HIGH GRADES BY ACTIVITY

~CTIVITY START FY77 MID FY77 END FY77 FY77 AUTH +(-) FY78 AUTH ,()

100 11 9 11 10
200 17 17 16 16 15
400 39 37 34 32 2 32 2
500 40 40 42 42 47 I
600 35 36 37 37 36
700 6 7* 8* 6(+l)* 2* 7 I
800 8 7 7 . 8 (i) 8 (1)

• • CCTC 193 190 184 188 (4) 184
DCEC 159 156 153 151 2 145 8
DECCO 22 22 21 20 1 20 1

• DCAOC 50 49 1~7 49 (2) 48 (1)
NCS 15 14 14 13 1 13 1
EUR 13 13 9 12 (3) 12 (3)
PAC 34 33 31 30 I 30
WHCA 0 0 0 1 (1) 0
WSEO (5)** (Io)** (1o)** (16)** 16 (6)

TOTAL 642(5)** 630(lO)** 6l4 (lo)** 616(l6)** (2) 617 7

*Authorjzed to exceed by I during FY77 #(-) columns show no. by which on-board
**~q$~O not counted for OSD goal during FY77 strength is over or below authorized.

HIGH GRADES BY ACTIVITY AND GRADE

~CT$VITY 13 14 75 16 17 ST TOTAL

100 0 5 4 1 0 1 Ii

~OO 11 3 2 0 0 0 16
+00 18 10 6 0 0 0 34
0O • 25 14 3 0 0 0 42
~0O 6 19 11 0 I 0 37
/00 5 2 I 0 0 0 8

~OO 0 2 4 0 0 1 7
CTC 83 61 32 1 0 4 184
)CEC 57 43 47 1~ 1 1 153
)ECCO 13 6 2 0 0 0 21
)CAOC 33 7 7 0 0 0 47
ICS 3 6 I, 0 1 0 II.
EUR 7 i I 0 0 0 9
PAC 26 4 0 0 0 31
JHCA 0 0 0 0 0 0 0

~SEO 0 1 7 0 0 2 10

TOTAL 287 )8I+ 132 9 3 9 621+
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ACCESS ION S/ATTR IT ION
Accessions are employee gains to the civilian workforce, Attri tion is the
permanent loss of employees , regardless of reason . Students employed under
one of the Presidential Youth Opportunity Programs are exc l uded from both
figures. All percentages s hown represent an annua l rate .

DCA-wide monthly accessions and attrition are shown on the two charts below.
Both number of employees and annua l rate (%) are shown. DCA hired only 11+8
employees durIng FY77--a 9% rate vs 13% for the preceding 12 months. FY 77
attrition was also lower--Ii% vs 13% for the prior 72 months. Both reflect
the Presidential hiring restrictions i mposed in March 1977 and the additional
restrIctions placed by DCA on senior-level positions in August and September
1977.

DCA-WIDE ACCESSIONS (PERCENT OF ASSIGNED STRENGTH)
• 30

PERCENT ~~~~~~~ _/ \  , \ ~~ \

OCT NOV DEC JAN FEB MAR APR MAY JUN JUL AUG f SEP TOT

NO. FY 74 15 19 
• 

15 15 15 14 10 7 9 9 11 1 9  148
EMPLOYEES I)rno~J * 15 19 14 16 23 23 12 27 19 26FY 77 — PRIOR 12MOS —— * OCTOBER DATA NOT AVA ILABLE

OCA—W IDE ATTRITION (PERCENT OF ASSIGNED STRENGTH)
30

I ’

PERCENT

f OCT NOV OEC JAN FEB MAR APR MAY JUN JUL AUG SEP TOT
NO. FY 77J IS 0 23 14 11 10 14 13 24 27 13 10 i88
EMPLOYEES * 14 14 13 17 10 20 15 18 14 40 21 1$4

FY 77 — PRIOR 12 MOS —— * OCTOBER DATA NOT AVAILABLE

11 

j  
--_- — 

—•



F- —- •
~

• - • - -
~~

,,—-
~
,-— • _ -

~~~~~~~~~~~~~~~~ •~~~.—-— _

ACCESSIONS/ATTRITION
Wh il e total accessions and attrition are lower in FY 77 than In the preceding
12 months, they remaIn proport ionately comparable within the various grade and
skill groups and with other DoD activIties. A 10% to 12% attrition rate (all

— losses) may be considered normal for our workforce composition and contributes
• to the vitalIzati on of our professional staff. As in the past, the hi ghes t
• attri tion Is In the lower grades and the clerica l /secretarial career field

wi th approximately one out of five of these employees affected. This Is com-
parable to the precedlng year and is a problem common to most government
agencIes. Nonetheless , I t represents a high degree of turbulance and resulting
decrease in efficIency , due to lack of experience with DCA, need for orlen ta-
tion , training requIrements , and costs associated with the hirin g and release
of employees.

• ACCESSIONS/A TTRITION BY GRADE

-j  TOTAL ACCESSIONS ATTRITION
GRADE ON BOARD NO. % NO.

GS l _8* 553 106 19 109 20

GS 9-12 1+07 28 7 38 9

GS 13 291 1+ 1 18 6

GS 14+ 335 10 3 21 6

*Includes Wage Board

ACCESSIONS/ATTRITION BY SKILL GROUP

TOTAL ACCESSIONS ATTRITION
SKILL GROUP ON BOARD NO. NO.

OMS 95 5 5 8 8
ENG 259 13 5 17 7

COM 235 1+ 2 17 7

ADP 359 16 4 45 13

P&A 98 1 2 12 14 14

C&S 313 80 26 58 19

OTHER 227 18 8 27 11



ACCESSIONS/ATTRIT ION

The statistics on preceding pages reflect only gains and losses to the total
• DCA workforce. Since heads of major DCA staff elements and field activities

are concerned with gains and losses to their own organ izations , the charts
below show gains and- losses for each activity, includ i ng those which resulted
from intra—DCA transfers between activities listed. The annual percentage
rate and actua l number of employees are shown . The high (75%) gain rate for
WSEO reflects the initial staffing of that organ i zation .

CIVILIAN GAIN/LOSS RATE (INCLUDES LATERALS )
PERCENT ASSIGNED STRENGT H

• I -I100 ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~

200 
__________

400 ~p n y ~ooexxxx &x uuc~

500 ocxxxxx~ovvJ

600 
~~~~~~~~~~~~~~~~~

700 v~~~~~~~~~yxxxxxxxi

800 ,c.x 2 ’ ~-~- s ~ ’si~I

NCS ~~ t~wwi

WSEO :.:~~~~~~fri~..%P~’.’.’.! 
(75)

DCAOC 
~~~~~~~~~~~~~~~~~~

DCEC r~~~~xxxxxxLc. ~
CCTC ~Ooocxxxxx)voc,&’v~

O E CCO ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~

EUR f -~~~cxx c~x~dxxxx)cic,ci
PAC

PERCENT ~ 1
1
0 15 20 25 3’O 3’S 40 4~

’5 5’O
___ GAIN ~~~ LOSS 

_______________________________________

[ACTIVITY 1100 200 J 400 500 000
] 

700 800 NCS WSEO DCEC CCTC DEC. EUR PAC TOT

LGAINS J 7 7 ii 11 14 6 1 5 12 13 28 51 14 14 3 203

[ LOSSES [ 5 6 j 1 4  11 6 5 2 2 2 15 31 71 30 17 9 226
NO EMPLOYEES
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CIVILIAN PROMOTIONS AND HIRING
Unli ke personnel systems where rank is vested in the indiv idua l (military, State
Department , et aLl, the grade of a CivIl Service employee depends on occupying
a positIon classified at that particular grade. Thus , the term “promotIon” used
here refers to a “position change” of an employee to a hIgher grade position
(including changes in duties of a given position wh ich result in a higher grade).

PROMOTION$& OUT$$OE PILLS
Durin g FY 77, 31+8 individuals were
promoted--about 22% of the Agency ’s
civili an workforce, A total of 11+5
positIons were filled from outside

JOBS EILLED DCA; about 51% of these (74 m dlvi-

(BY PROMOTION) duals) by promotion.

The chart below shows the number of
• clvi Han promoti ons by grade (wage

board and GS2 through 15). The pro-
motions for each grade Include those
made from both within and outside
DCA. The percent of promotions

JOSSFILLEO FROM OUTSIDE OCA made from within DCA Is also shown
(BY PROMOTION) (NG PROMOTION) for each grade .

74 
~~ 

FROM:

OTNER
AUNCIE$
OUTSIDE

— ____ 
OOVMT.

NUNUR OF
PROMOTIONS FY 77 PROMOTIONS NY GRADE
70

- — 
% PROMOTIOI$ FROM:

IS - — WITHIN OCA
• - —OUTSIDE OCA

I S -
41 - 

— 180%
4 0 -  NI
31 -
s o -  — —

2 1-  -

s o -  75

WI 2 3 4 5 S 7 I 0 1 5  II 12 13 14 11
GRADE

Code 722, Mr. Lewis , Ext 22792 Includes WHCA
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CIVILIAN PROMOTION AND HIRING

Durin g FY 77, DCA fi lled 65%
%OF JO BSF ILLED IY PROM OT IONFRO MWI TH IP4 DCA of its Jobs by Internal pro-

___________________________________ motion (includ i ng career
ACTIVITY promotIon of incumbents),

18% by promotions from out-
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _  _ _ _ _ _ _  side DCA , 9% by latera l trans-

200 
-_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _  _ _ _ _ _ _ _  fers from other Government
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _  

agencies , and 8% by hirin g
from outs ide the Government.
(A small number of jobs were

‘10 
_ _ _ _ _ _ _ _ _ _ _ _ _  filled by lateral transfers

100 
~sI within DCA. This fi gure was

see 
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _  

es~I not readily available and is
,,~, not included here.) The

chart on the left shows the
• WSEO 3S%I

___________________ percent of jobs filled by

r OCA UC ____________________ promotion (inc luding career
DCCC __________________ promot i ons of incumbents)

f rom wi thin OCA by each
activity , in a number of

OECcO 0% ] cases, the relatively low
CU R 

_ _ _ _ _ _ _ _ _ _  
percentage reflects the

PAC fact that some skill areas
are present in very small

OCA 5~% numbers in DCA.
S SI% 100%

—

PROMOTI ON OF WOMEN & MIN OR I T I E S

GRADE IOTAL WOMEN MINOR ITY
_ _ _ _ _ _ _  

PROMOTED NR % NR
This chart portrays the

GS 1 -8* 199 167 84 31 16 number and percent of women

GS 9-12 119 31 26 8 7 and minorit ies promoted
during FY 77.

GS J 3&
ABOVE 30 1 3 2 6
ALL 31+8 199 57 1+1 12
—— __________________ ______________________ _______________________

*Inc.Zudes wage board

Code 722, Mr. Lewis , Ext 22792 Includes WHCA
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CIVILIAN RETIREMENT

There were 25 civIlia n retirements during FY 77; 17 voluntary and 8 due to
disabIlit y . Of those retiring 14 held high-grade positions. Significantly,
of the 154 (10%) of the workforce who currently meet the criteria for reti re-
ment , 100 (65*) are assigned to high—grade positions. This represents 16% of
the occupants of high-grade positions. The only skill group with a high near-
term aging/loss factor is communication s with an average age of 1+9--well above
the OCA-wide average age of 42. Additiona l data concerning age by skill group,
grade, and education are provided In the workforce pro file section .

EL1GIILE TO RETiRE NY
SkILL/GRADE GROUP

PERCENT RETIREMENT ELIGIIILITY
SKILL 5 1, - 

BY ACTIVITY
IROUP 

_________ __________________

CON 
____________ 

ACTIVITY PERCENT OF EMPLOYEES ELI 3111.1

______ 
HOOCA -

ERG 
________ _____

_ _ _  
1

ADP 
DCA~WID1 AVE DCAOC

ONE OCEC OCA WIDE AVE
CCTC 

________PSA 
_ _ _  _ _ _ _ _

_____ 

DECCO - I
CU 

____ EUR

OTHER :j PAC
- I I ~i I I

TOTAL 0 5 IS 11 U 25 31

— HIGH GRA DE POIITIOM

I I— GS I1 2AUD WA G E SOARD

SKILL GROUP COM ENG AOP ORB PIA CU OTHER TOTAL

ELIGIBLE si is i~ ! ~ 15 31 154

HIGH GRADE ~~ ~ I I 15 0 20 100

~~~~~~~~~~~~~~ ~~~~~~~~~ ~~~~~-T
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MILITARY AND CIVILIAN EDUCATION AND TRAINING
Durin g FY 1977, DCA invested 19 man years and over a quarter of a mil lion

• dollars in send i ng nearly one-fourth of its people to training (excluding
WHCA). The statistics indicate that these tra ining resources are be i ng
properly applied to legit imate DCA requirements. This table presents a
summary of overall DCA training statistics .

TOTAL DCA TRAINING , FY 1977

BUDGET EXPENDITURE S STUDENT INDIVIDUALS MAN
($000) ($000) LOAD ATTENDiNG YEARS

LONG-TERM TRAINING 1+0 33 10 10 3~

ALL OTHER TRAINING 370 233 987 607 15~

TOTAL 1+10 266 997 617 19

NOTE : Student-load is the total number of students attending courses.
Some individuals will appea r more than once. For example, if three
indi viduals in an activity all attend the same two courses, the
student load will be 6.

TRAINING OF CIVILIAN/MILITARY

EXPENDITURES STUDENT INDIV IDUALS MAN
GRADE ($000) LOAD ATTENDI NG YEARS

GS 1-8* 25 194 131 29
GS 9-12 53 220 120 3.6
GS 13 & Higher 119 ~e 18 240 6.5
Al l  C iv i l ian  197 832 491 13
Enlisted 7 26 21 0.7
Officer - 29 129 95 1.8
All Military 36 155 116 2.5
*Includes Wage Board

The Long-Term Training Prog ram is a group of central ly funded programs for
advanced professional training for a few compet i t ive ly  selected DCA people.
They are more expensive and longer than norma l training courses , up to a year
in length. Agency-wide competition ensures that DCA gets a good return on Its
investment in the few people who can be sent. (The underexpenditure of $7,000
was due pr imari ly to 3 planned -partici pants having to withd raw.)

About 87% of expenditures and man years of the total DCA training Is for
civilian employees. Long-term traini ng is all civilian , while 16% of the
expenditures and man years of the “all other training ” is for m i l i t a ry .
Details of the “all other” category are presented above and on the following
pages to help you assess how your activity is responding to training needs.

Code 705, Mr. Sams , Ext 22415, DCAI 220-210-7
19
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TYPES OF TRAINING

This chart presents the percentage of the total DCA student load In each
of nine types of training, compared with the portions of training resources
(money and time) wh i ch were applied .

The distribution of the student load seems reasonable for DCA ’s work . In
most cases, the percentages of applied resources are about the same as the
percentage of the student load. Scientific , engineer ing, and managerial
courses tend to be more expensive than others , and managerial courses are
of longer average duration .

The seemingly low amount of clerical training is due to categorizing trainin g
according to type of subject matter covered in the course , not the job of the
student. Most c1erica~ people already have their clerica l skills when they
are hired and , thus , do not need this type of training. Clerica l people are ,
howeve r , receivIng training in other areas. For example , a course in Office
Management for Secretaries is included under Administ rat ion or Ana lys is .

USE OF TRAINING RESOURCES BY TYPE OF TRAINING *

% OFAL L ~~OF ALL
• ON DUTY OFF DUTY

% OF ~ OF CLASSROOM CLASSROOM
TYPE OF TRA INING* STUDENT LOAD TOTAL COST** HOURS HOURS -

Execut i ve Management 11 19 16 13

Fi rs t—Line Supervisory 24 2 34

Legal , Scientific , or
Engineering 15 19 12 24

Adm inistrat ion or
Analys is 20 15 21 13

Special ty or Techn ica l 1+2 1,0 1+1 36

Cler ica l 5 3 1+ 8

Trade or Craft 4 4 4 None

Orientation 3 14 2 1

Adult Basic Education 1 *e* 1~

TOTAL 100 100 100 100

*Typ ~ ..rJf_Traifling refers to the kind of skills, knowledge, or abilities that
the training will provide; it does not refer to the job that the trainee holds.

**Tuition , travel , and per diem.
***f,~g~ than Jj *.
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TRAINING PARTICIPATION
The chart indicates participation in al l DCA-sponsored trainin g except long-
tern training. An average of one of every four DCA people participated In at
least one training course. In eight of the fifteen activities , more than one
peuson In three participated .

PARTICIPATION BY ACTIVITY

INDIVIDUAL S AVERAGE
ATTENDIN G COURSES PER PARTICIPAT I ON

STUDENT TRAINING STUDENT RATE
CT I V I TY STRENGT H LOAD _(Note 1) (Note 2) (Note 3)

• 100 1+0 20 13 1.54 33%

~
OO 79 66 37 1.78 47%

• ~OO 
* 

1 07 45 25 1.80 23%
500 139 40 28 1.1+3 20%

~OO 69 74 44 1.68 64%

700 41 41 23 1.78 56%
900 16 16 8 2.00 50%
NCS 30 29 15 1.93 52*
WSEO 32 2 2 1.00 6%
DCAOC 271 32 21, 1.33 9%
DCEC 303 1 82 11 9 1 .53 39%
-CCTC 787 425 256 1.66 33%
DECCO 239 4 1~ 1.00 2%
EUR 151 2 2 1.00 1%
PAC 171 9 7 1.29 4%

DCA TOTAL 2475(Note 4) 987 607 1.63 25% 
-
•

Average-Courses-Per-Student indicates whether tra i nees attended more than
one course. A ratio of 1.00 means that each tra i nee attended only one
course. Higher ratios show that some people attended more than one course.
DCA-wide , 38% of the trainees attended two or more courses ; consequently,
a ratio of greater than 1.38 indicates that some of the students attended
more than two courses.

NOTES:
1. Individuals-Attending-Training is the number of different people who
attended training, regardless of how many courses each person may have taken.

• 
2. Average—Courses-Per-Student is the student load divided by the Individuals-
Attending-Training,
3 . Training p articipation rate is the Individuals—Attending-Training divided
by the No. —Of -Peop l e—In-Orga nization , expressed as a percent ,
4. Excludes f our  perso ns in the In—Processing Unit.

21
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TIME SPENT IN TRAINING
During FY 19fl OCA Invested 12* man-years in on-duty training (other than
long-term training) and 3* man years off-duty.

On-duty training normally prov i des the skills , knowledge , or abilities
needed for the person ’s present job, and some off-duty trainin g is also
provided for that purpose . Career development training is normally limited
to off-duty courses. Since the on-duty training time was almost four time s
the off-duty time , it appears that DCA Is , quite properly, i nvesting most
of its resources In training needed for present Jobs .

• 

- 
The average-hours-per-course indicates that a student spends between three

• and f ive workIng days In each class he or she attends. Supervisors should
carefully consider whether this time is being wisely invested before they
sign a training request.

CLASSROOM HOURS

AVERAGE
HOUR S PER
COURSE

DCA ACTIVITY DUTY TIME 0FF-DUTY TOTAL (Note 1)

100 556 36 592 30
200 1691 102 1793 27
1+00 l2 1- 1i 209 1423 32
500 1268 121+ 1 392 35
600 1690 120 1810 21+
700 822 11,2 964 21+

800 206 198 401+ 25
NCS 630 339 969 33
WSEO 39 5 44 22
DCAOC 926 583 1509 47
OCEC 5155 1887 7042 39
CCTC 10994 2740 13734 32

DECCO 21+0 0 240 60
EUR 34 70 104 52
PAC 83 112 195 22

TOTAL DCA 2551+8 6667 32215 33

NOTE ,
1. Average-hours-’per ”course is the total classroom hours

d i v i d e d  by  the s t uden t  l oa d .  For s t u de n t  load , see
chart d e p i c t i n g  P a r t i c i p a t . LQn  b~i .~c t iv i t y.

22
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TRAINING COSTS
This  chart covers the costs of a l l  OCA—sponsore d training except for the

t centrally funded long-term training programs . The DCA-w i de budget for this
training was $370,000. Thus , the $232,515 total would appear to Indicate
that only 63% of the funds were spent. However, the largest underexpendituri
was in the est imated t ravel and per diem in support of training which is
included in the trave l budget s of the respective activ ities. TI,ese trave l
funds were av~~lable and largely expended for direct mission support travel.

DCA-wi de, funds planned for tuition and fees were 82% expended . Head-
quarters and CCTC had the highest percentages: 96% and 115% , respective l y.

COSTS BY ACTIVITY

COST OF COST OF AVERA GE COST
TUITION TRAVEL & TOTAL PER COURSE
& FEES PER DIEM COST (Note 1)

DCA ACTIVITY _($) ( $ )  ($)  ( $)

100 3546 575 1+121 206

200 1 0520 6579 1 7099 259

400 873 1 593 9321+ 207

500 8301 1 306 9607 240

600 11645 1968 13613 181+

700 5645 461+ 6109 11+9

800 2242 861 3103 194

NCS 5545 75 5620 194

WSEO 200 34 234 117

DCAOC 6375 1430 7805 244

DCEC 50222 5196 551+18 301+

CCTC 85220 11582 96802 228

DECCO 1250 906 2156 539
EUR 21+0 0 240 120

PAC 1 261, 0 1261+ 140

TOTAL $200946 $ 31569 $ 232515 $ 236

NOTE I. Average cost per course is the total cost di vided by the
student load.

23



EDUCATION LEVELS
The data on this and the two succeeding pages portrays the educational levels
of Agency personnel .

The figures below represent educational levels of DCA professional staff.
This Include s a ll officers and civilians in grade GS9 and higher.

PROFESSIONAL STAFF

1972 1973 ~~74 1975 1976 1977
(% ) 

- 
(~ ) ( %) (% ) (% ) _1%I

NO DE GREE 39 37 32 28 30 30

BACCALAUREATE 41 40 1+2 41 38 36
• 

MASTERS 18 20 23 27 • 29 30

DOCTORATE 3 3 1~ 3 1,

NOTES ;
1. Dates are for end of fiscal year shown except for May for 1972 and 1973.

The data below shows in more detail the education levels of Agency personnel.

TOTAL WORK FORCE

NOT HIGH HIGH BACCALAUREATE MASTERS DOCTORATE
SCHOOL SCHOOL SOME AND AND AND

GRADE UNK GRADUATE GRADUATE COLLEGE HIGHER HIGHER HIGHER TOTAL

C IVI L IAN
WAGE SD,
AND GS 1—8 18 238 271 22 5 553

GS 9-12 1 66 157 - 139 37 6 1+07

GS 13 + 14 23 1Th. ~~ !~2~ i.L
d y-TOTAL 23 327 603 388 202 1s3 1586
MILITARY
ENLISTED 12 1 339 128 10 1,90

* OFFICER 1~ 10 1147 234 8 403

MIL—TOTAL 12 1 3143 138 157 234 8 893

DCA TOTALS 12 24 670 741 545 436 51 2479
% OF TOTAL .5 1 27 30 22 17 .5 2 100

24
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EDUCATION LEVELS OF SKILL GROUPS

EDUCATION OF
“ ENGINEER” SKILL GROU P

I f—

- TOTAL CIV ~ 2$
5 1 —  ____  ii
I. - I ] TOTAL MIL .II

The data In the accompanying 41 -
charts portrays education 41 —

levels of Agency personnel 31 — 37
by each of seven skil l groups . -

* 
Each chart shows the percentage 21 -
of indiv iduals In the skill
group who have atta ined one of

- - 
the five educational levels.
Total c iv i l i an  and mi l i ta ry  5
population for each sk i l l  1 2
group is shown for reference. S

I-y l

~~~~I-5” ..
Z~,( ..& 

~~~~a ~!aoc ca %zfDo ~~~~~ ~~d —~~ O~~

EDUCATION OF
S 

— 

“COMMUNICATIONS” SKILL GROUP 
“AOP” SKILL GAO UP

— U 11 TOTAL CIV~ 3W
N — TOTAL CIV -231 N fl ____

41 — 45 43 1 1TOTAL MIL”2,S
I I TOTAL MIL • 353— 

31

2 - I
‘4 

Ii 
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• EDUCAT ION LEVELS OF SKILL GROUPS

EDUCATION OF
EDUCATION OF “OMS” SKILL GROUP “PE RSONNEL & ADMIN” SKILL GROUP
S _ _ _ _ _ _ _ _ _ _ _ _  S ______________

- TOTAL CIV - Sl N TOTAL CIV- SS
70 - c:JTOTAL MIL.1. 70 ~~~~ToTAL mL-43
N -  53 II

I ~ 
41

r ~~~~~~~~~~~~

~D ~~~~ j~~~~~~ ~n~~~~~ w~~ “~~~~~ ~~~ ~~a ~~~~~~~~~~ ~~~~...aa eo ~~r ~• Z W ~~~ S*~~ •~~ ~~ -b-

EDUCAT ION OF
“ CLERICAL & SECY” SKILL GRQUP * EDUCATION OF “OTHER” SKILL GROUP
S _ _ _ _ _ _ _ _ _ _ _ _  S _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

N TOTAL CIV • 313 N TOTAL CIV • 227
70 70 TOTAL MIL-7S
N N N

• : 1 4 1  35

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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a
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• ~~‘~~Y? ~~ -~~~ ~~!! ~~~ is .~~ ~~~
~~x 0! “~~~~~ ,~~~~ ~~~~ ~~~~~
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*Bxcludeg 1 military (high school education).
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OUTSTANDING HANDICAPPED FEDERAL EMPLOYEE
DCA was honored by the select ion of Christopher S. Bran i gan as one of the ten
Outstanding Handicapped Federa l Employees for 1977. The Civil Serv i ce
Comm i ssi on off i c i a l l y established this nationwide recognition program in
1968, making the criterion “exceptional job performance in spite of severely
l im iting physical factors. ” The emphasis now is on the ach i evements of ten
Ou tstandin g Federa l Emp loyees , wi thout selection of a sing le winner. Mrs.
Rosalynn Carter presented Mr. Bran i gan his award at the Awards Ceremony held
at the Department of Commerce Auditorium , October 6, 1977. Guests included
Mr. Branigan ’s parents and a large contingent of DCEC and DCA personnel. A
V I P  lu ncheon at Bol l i ng A i r Force Base follow ed the ceremony w it h a speci a l
Wh i te House Tour conducted on the foilowing day.

Mr. Sranigan is a va l ued member of the Eng i neering Center currently assigned
to the Computer Systems Division as a Computer Programmer. Beginning his
Civil Service career with DCA in November 1969 as a temporary Mail and File
Cletk , Mr. Branigan , entirely on his own ini t iat ive, undertook a self-
improvement effort consisting of a Computer Science night school program at
Northern Virg in ia Community College. In spite of ce rebral pa lsy, wh ich
partially para l yzed both his legs and left him with a speech i mpediment , he
attended school at night and completed the requirements for the Associate of
Applied Science Degree in Computer Science.

His outstanding performance in the Mail and File unit at DCEC earned him both
a letter of appreciation and a Quality Step increase . In 1974 he was pro-
moted and assigned as a Computer Technician in the Computer Systems Division ,
DCEC . He was trained as a computer operator and quickly advanced to the more
challenging duties of computer programming. As a programmer, he developed
software subsystems wh i ch aided all levels of management in the control of
worldwide commun i cations engineering projects.

Promotions in 1975 and 1976 led to his present assignment as a Computer
Programmer where he now supervises the maintenance of two sophisticated
software packages. He also serves as a member of the Center ’s Data Base
Working Group , where he provides va l uable assistance to the commun i cation s
engineering commun i ty .

Mr. Bran i gan is a member of the Center ’s Human Relations Council , OCEC
bowl ing l eague, Toastmasters International , and the Association for
Computing Machinery .

Mr. Bran igan ’s enthusiasm and dili gence are insp Iring . It is very gratify i ng
to all DCA to have an individua l of his caliber working with us.
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SIGNIFICANT RECOGNITION

DCA ’s significant awards include the Director ’s Award for Exceptional
C i v i l i an Servi ce, MerI torIous Civilian Service Award , and the Career
Ach i evement Award, in addItion , there are numerous other awards or
forms of recognition available to DCA personnel. The objective Is
to recogn i ze each deserving employee. Durin g FY 77, 15 employees
received such recognition compared with 20 employees for FY 76.

HONORARY AWARDS

TYPE FY 76 FY 77

Director ’s Award for Except ional Civilian Service 11 8

Meritorious Civilian Service Award 7 5

Career Achievemen t Award 2 2

TOTAL 20 15

- Includes WHCA

Code 723, Mrs. Ash, Ext 22787, DCAI 220-125—5

OUTSTAND ING PERFORMANCE

Outstanding Performance recogn i zes employees who are outstanding
in all aspects of job performance and are deserving of special
commendation.

A total of 243 (l14.9~) employees recei ved Outstanding Performance

* Ratings. This represents an increase of 22 (1.3%) over FY 76.
Personnel receivin g this rating are wel l distr ibuted by pay grade
and activity, emphasizing that outstanding employees may be found
and recogn i zed by the discern i ng supervisor at all grade l evels.

30

— -



—“-- -. ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 

OUTSTAND! NG PERFORMANCE

EMPLOYEES RECEIVING OPR ’S

GRADE GROUP NUMBER (%)
CS 1-6 63 14.7
GS 7—1 1 52 13.4
GS-l2 & Above 127 15.7

Includes WHCA All 242 14.9

While FY 77 statistics from other agencies are not yet available , a sample
survey by CSC in 1976 showed 3.5% of all employees Government-wi de rece i ved
Outstanding Performance Ratings. DCA rate was 13,6% for FY 76 , wh ich was wel l
above the sample average which also included all DoD activities.

The chart below compares the percentage of employees receiving Outstanding
Performance Ratings in each activity with DCA-wide average. The num bers
next to each bar represent the actua l numbe r of employees in each activity
who rece i ved Outstanding Performance Ratings ,

OUTSTANDING PERFORMANCE (PERCENT AVERAGE STRENGTH) FY 1977

ACTIVI TY 0 10 2Q
PERCENTAGE

30 50

100 19
*200 1 8  

1

400 J 1O
500 1t7
600 J10

700 Ji
800 I i
NCS 

_____________  
Ii

*DCAOC 122

DCEC 119

1 51

DECCO 
~ 

57

EUR ~~]14

PAC lie
WHCA I i

* 14.9 DCA W1OE AVERAGE *IN CLUDES WAGE BOARD

Code 723, Mrs. Ash , Ext 22787, DCAI 220-120-3
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QUALITY INCREASES
Genera l Schedule employees rece i ve Quality Increases In recognition of their
sustained, above-average performance of assigned duties. -

DCA recogn ized 108 (6.7% ) employees during FY 77. This represents a slight
in crease from 96 (5.8%) in FY 76. The intent is to pay more to the top pro-
ducers in each work category. This is an award which continues to be
reflected in on-going payroll costs, and is comparatively more expensive in
the long run than the l ump-sum cash award. The numbers next to each bar are
actual numbers of emp l oyees in each activity who received quality increases.

____ 
DUALITY INCREASE

PERCENTAGE
~CTIVIr 2 4 6 6.7j 10 12 14 16 18 20 22 24

I I I I I I I I I ~I~~I I
105 5
200 12

, 400 7
500 5
600 3
700 — _____________ 4
NCS - ____ 3

QCAOC — •13
OCEC 12

CCTC 26

DECCO 10

EUR 2

PAC — 
- 8

6.7 DCA WIDE

NOTE: ACTIVITIES NOT INCLUDED HAD NO Ols

TRENDS IN QUALITY INCREASE RATES s DISTRIBUTION BY PAY GROUPS

75 70 77
‘U . : FISCAL YEAR
‘ -3

/ US&S ELOW S2 OCA
Boo ’ ,•.•• 017.11
GOVERNMENT WIOE~~~ 05 12&AIOVE

5 1

FT 73 74 71 71 77 Includes WIICA
EXC LUDES NIL DEPS AND DLA

Code 723, Mrs.  Ash , Ext 22787, DCAI 220-50-9
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SUSTAINED SUPERIOR PERFORMANCE
The Susta ined Superior Performance award is given solely or’ the basis of
past performance over a significant period of time . it Is normally
accompanied by a one-time, lum p-sum cash payment.

The employee’s Job description , assigned duties , and the norma l performance
requirements of his position are reviewed to determine the degree to wh i ch
the employee ’s contribut i on exceeds the normal requirements of the work
for which he is being pa~d. Sus ta in ed super ior  performance mus t have been
maintained for at least 6 months with not more than one award within any
12-month period . This Is a very cost effective method for recognizing
consistently superior performance.

SUSTAINED SUPERIOR PERFORMANCE AWARDS
DISTRIBUTION BY PAY GROUPS AND ACTIVITY

GS-6 & GS-7 GS-12
ACTIVITY BELOW THRU GS- ll ABOVE TOTAL

100 0 0 1 (9.4) 1(4.5)
200 2(7 .4) 1(3.0) 1(5.8) 4 (5 .1)
400 2(11.2) 2(55.6) 0 4(6.3)
500 2(9.7) 0 0 2(2 .4)
600 0 1(9.8) 2(5.0) 3(4 .9)
700 1(9.7) 0 0 1(3.5)
NCS 0 0 2(13.1) 2(8.2)
DCEC 5(9.2) 0 l(.6) 6(2.4)
CCTC l(.9) 0 0 l(.2)
4HCA 0 1( 50.0) 0 1 (50)

( ) ~ of eli gibles —

Code 723, Mrs. Ash , Ext 22787, DCA I 220-125-5
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S L’GGE ST I ON S
Suggestions are submitted by c i v i l i an  and m i l i t a ry  personne l for improving the
economy, eff ic iency, or effect iveness of operation , Those adopted in whole or
In part by management are e l ig ib le for recognition under the Incentive Awa rds
Program.

Within DCA , the mi l i tary and c iv i l i an  suggestion programs are combined
and operated as one prog ram . However , saparate records , controls , and
reporting requirements are i mposed which make separation necessary for
overall statist ical comparisons and program eval uations. For FY 77,
there were 89 c Ivilian suggestions submitted with 20 adoptions for an

* adoption rate of 1.2 per 100 employees. This compares with 106 submissions
and 14 adoptions for a rate of 0.87 per 100 employees during FY 76. Com-
pared with FY 76 DoD-wide adoption rate of 3.5 and a Government-wide rate
of 2.0, DCA is below the norm. While similar comparisons are not available
for the milita ry programs , OCA military personne l in FY 77 submitted 42
suggestions and had 5 accepted for a 0.5 adoption rate.

The most significant suggestion within DCA was submitted by Master Sergeant
Wayne F. Bu l1) ngton , USA , DCA-Paclfic , who received a cash award of $1755.00
based on a first—yea r savings of $651 ,168 for a suggestion entitle d , “Utili-
zation of AN/USC(U) MODEM for WARP Phase ill  Restorai.” Thi s follows a similar
ach ievement by Techn i ca l Sergeant David Raymond , VSAF , in FY 76 who rece i ved
a $1000.00 cash award for recommending engineering modifications of the
AUTOD iN-AUTOVON NA/FYA-33 equipment at al l overseas AUTOD IN switches . Thus ,
from a cost benefit to award comparison , the suggestion program pays off for
DCA and the average indiv idu a l suggestor. Increased emphasis and support
by managers , coupled with an improved promotion effort by the program manager ,
are required to achieve improvemen t for FY 78.

CIVILIAN SUGGESTIONS

SUBMITTED ADOPTED MEASURABLE
FY NO , RATE~ NO . RATE~ BENEFITS AWARDS

FY 77 89 5.6 20 1.2 $ 360 $1115

FV 76 106 6.6 1-4 0.9 0 ~ 275

FY 75 110 6.7 11 0.7 $15 ,556 $1215

*Rate is number per 100 employees

Includes WIICA

Code 723, M rs. Ash , Ext 22787, DCA1 210-125-5
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SUGGESTIONS
MILITARY SUGGEST IONS

SUBMITTED ADOPTED MEASURABLE
FY NO , RATE* NO. RATE* BENEFITS AWARDS

~Y 77 1*2 4,7 5 0.5 $651 ,168 $2155
FY 76 49 3.2 6 0.4 $ 28,103 $2485

~Y 75 21 1.3 1 0.06 0 $ 25

*Rate is n umber per 100 military

Includes WRC.4

CIVILIAN SUBMISSION/AOOPTION RATES
COMPARISON OF DCA/DoD/GOVERNMENT WIDE

15

12.6
11.9

~~~
1 0—

511 8.9
-J
0.

U.’

2 6.1 6.6
6.6

5—  

—

33

- -.-‘ I,
7 9 1 

_ _ _ _ _ _0 ~~ ~ s. ~ w iaar

FY 75 FY 16 ~ FY 77 ~
4 ~~~~~~ Cs ~~~~~~ Cs

~~~ PARTICIPATION RATE ~~~ 
ADOPTION RATE

Includes WIICA
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MILITARY AWARDS
Recommendations rece i ved by the OCA M i iita ry Awards and Decorations
Board (MADB) were generally wel l written and documented performance
deserving of the awa rd for wh i ch the ind ivid uals were recommended.
This is evidenced by the high approval rates by both the DCA MADB
and the Military Services. However, it should be noted that recomenda-
tions which merel y read like Job descriptions have little chance for
approval. Therefore, if managers des i re to recognize their top performers ,
extreme care must be taken to insure that the recommendatIons carefully
document the performance .

Timeliness of recommendations continues to be a prob l em . Recommendations
must be submitted to HQ OCA 90 days prior to the desired presentation
date. Far too many recommendations are received late , causing processing
probl ems in HQ DCA and the various military services. If managers wish
to recognize and reward personnel on a timely basis who are retir iny ,
separating, or being reassigned , they must insure that the recommendations
are submitted in the specified time limit.

APPROVED AWARDS BY TYPE

TYPE OFFI CER ENLI STED TOTAL

Defense Superior Service Medal (DSSM) 5 0 5

Legion of Merit (LOM) *13 0 13

Meritorious Service Meda l (MSM) *~55 ***l6 71

Joint Serv i ce Commendation Meda l (JSCM) 74 160 234

Navy Commendation Meda l (NCM) 0 2 2

DCA Certificate of Achievement (CofA) 6 33 39

TOTAL 153 21 1 361*

*Incjudes 3 changes from DSSM and upgrade of 1 MSM by IJSAF
**Inoiudeg I downgrade of DSSM, 3 downgrades of WN by USAF

***IncJ udes 1 upgrade of Air Force Commendation Medal by USAF

Includes WHCA

C ode 710 , LCDR Jesse ) , Ext 22630 , DCA I 220 15 39
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MILITARY AWARDS

APPROVED AWARDS

OCCAS I ON DSSM LOM MSM JSCM P1CM CofA TOTAL

Ret irement 
— 

2 6 30 19 2 1 60

PCS 3 7 1*0 110 0 15 175

Separation 0 0 1 25 0 2 28

Achievement/Serv ice 0 0 0 16 0 1 17

CMCA* 0 0 0 64 0 20 84
TOTAL 5 13 71 234 2 39 364

*C~~paig n Management Control Agency personnel : temporary duty with XA for
the 1976 Presidential Campaign Communications Support .

APPROVALS BY TYPE AWARD

DCA MADB ACTION DOD OR SERVICE ACTIO N
AWARD SUBM I TTED APPROVED % SUBMITTED APPROVED

DSSM 10 9 90% 9 5 55%
LOM 12 11 92% 12 9 75%
MSM 79 71 90% 72 66 92*
.ISCM 230 221 96* - - Nfl

NCH 2 - 2 1 00% 2 2 1 00%

APPROVALS BY SERVICE

LEGI ON OF MERIT MERITORIOUS SERVICE MEDAL
SERVICE SUBM ITTED APPROVED % SUBMITTED APPROVED

‘rmy 6 6 100% 30 30 100%

~ir Force 6 3 50% 2~ *27 100%

‘Javy 0 N/A 12 8 67%
Marine Corps 0 N/A 

— 
2 1 50%

TOTAL 12 9 75% 72 66 92%

*Qne MSM upgraded to LOM, but excluded from above LO!! figures.

Includes WHCA
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OFFICER EVALUATION REPORIS

In 1975 , DCA recogn i zed that It was deficient in the timeliness of OER sub—
missi ons to the Milit ary Departments--only about 80% were be i ng submitted o~
time . Since OER’s are Important for promotion , professional education , and
assi gnment selection , OER timelIness became an I tem of special Interest. A
goal of a 95% on-time rate was established. Although the goal has not been
met, the trend has been very positive . The on-time rate for FY 76 was 90%,
92* on time at the end of FY7T, and for FY 77 the rate was 94%.

DCA can achieve the goal of 95% in FY 1978, but it will take continuing
emphasis by all managers and other responsible personnel, in cludin g raters
and in dorsers or addition al raters. Following actions wil l assist in
meeting this goal:

. Ti ghten suspense controls.

. Plan ahead for reorgan i zation actions and internal transfers so that
required OER’s may be prepared and submitted on time . If possible , plans for

• a reorganization or interna l transfers should be finalized a minimum of 30
days in advance of the effective dates to allow adequate time to receive a
rating kit.

• Insur e that OER’s are administratively accurate so that they will
not have to be reaccomplished .

DIR ON TIME RATES

08% SOAL

IOTR 2 QTR - 3 QTR 4 0T8
FY 7$ iT 77 77 77

NUMSER $I*MITTED — SlIMIER LATE

l OTS 2 OTR 3 015 lOTS
________ 

FY 71 71 FY 77 FY 77 FY 77 FY 77
ARMY 183 38 88.8 11.3 03.7 12S~11 108 25

AVYFMC 138.22 272 388 84.2 131•3 108.7

AIR FORCE 244.1 410 21.8 1480 108.0 254.1

DCA TOTAL 188 17 141 11 08.3 208 0 448 11 010 37
FY 11 CUMULATIVE TOTALS

Code 710 , Lt. Col , Scarborough, Ext 22630, DCAI 220-85-2
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GEOGRAPHIC LOCATION OF DCA PERSONNEL

V 4)
415 

• -.

2 123 

260 
412

/ 

.. .

I

4
CIVILIAN MILITARY

WASHINGTON METRO AREA: 1266 1141
OTHER CONUS: 221 51
EUROPE: 44 107
PACIFIC: 57 115

TOTAL 1588 1419
Includes WHCA
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CIVILIAN/MILITARY DISTRIBUTION

TOTAL OCA STRENGTH: 3117

CIVILIAN
IMLITARY
47.2%

Includes WH CA

DISTRIBUTION OF MILITARY BY OFFICER
DISTRIBUTION OF CIVILIANS BY GRADE AND ENLISTED
DCA STRENGTH: III DCA STRENGTH: 1418

6$ 13 AND
HIGHER
314%

ENLITED
01 1%

• 551.0 *50 OFFICERS
WAGE BOARD 31.2%
34.0% 58 8.12

25.7%

Includes WHCA
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MILITARY DISTRIBUTION
- 

DISTRIBUTION IF MIlITARY BY SIR VICE
- OCA STRENGTH: 1411

,74.8%
UVY
17.0%

(:I
~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 

MARINES

ARMY AIS FORCE
• 44.7% 311%

Includes WISCA

DISTRIBUTION OF OFFICER-EMLISTID
STRENGTH BY SERVICE -

STRENGTH: 1411

U -

• 3 8-

12% 12%

1 —  
s% E 

Is ‘
~~ 1 5-— —

OFFICES ENLISTED OFFICER ENLISTED OFFICER ENLISTED OFFICER ENLISTED
ARMY NAVY MARINES AIR FORCE

includes WHCA
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DCA CIVILIAN/MILITARY GRADE GROUPINGS
The charts below provide a detailed breakout of the workforce distr ibution
In each DCA activity by civilian and m ilitary personnel, by service compo-
nen t, and by grade groupings.

MILITARY GAADE DISTRIBUTION

AETIV ITT
6*01 144 NC$ USD0 DCAOC DCCC CCTC DCCCO CUR PAC TOTAl.

9 I 0 0 0 0 0 0 0 .3 I
08 - 3 0 0 0 0 0 0 0 0 3
oi 0 0 l 0 0 I 0 0 0 2
06 20 I 3 I 3 9 2 2 2 43
05 39 I 6 4 13 29 4 2 5 103

• 0’. 42 2 Ii 16 8 35 6 II IS 139
03 II. 0 2 Ii 10 33 3 12 12 90
02 0 0 0 I 0 6 0 0 0 7

01 0 0 0 0 I 9 0 0 0 10
— • wO 0 0 0 0 2 I 0 I I 5

OFFICER TOTAL (((9) (4) (16) (26) 137) (123 )  ( ‘5)  (25) (35) (403) 
-

- 19 2 0 0 3 0 2 5 2 4 lB
18 2 I 0 7 4 5 5 5 B 37
1? 9 0 0 22 6 33 6 2I~ 25 127
E6 3 0 0 23 5 59 (2 23 21 146
15 2 0 0 (2 2 6’. 5 20 lB 123

— El~ 2 0 0 3 0 16 2 5 3 31
E3 I 0 0 0 0 3 0 0 0 4
(2 0 0 0 0 0 N 0 0 0 4

ENLISTED TOTAL (21) II) (0) (70) (IS) (186) (35) (79) (79) (490)

TOTAL (1.0 5 (6 96 56 309 50 107 II’. 893

CIVILIAN AND MILITARY DISTRIBUTION
L I V I L I A R  MILITARY _________

WAGE BOARD GSI3& TOTAL ARMY NAVY MARINE AIR FORCE TOTAL TOTAL
ACTIVITY AND GS 1-8 GS 9-12 HIGHER CIVILIAN OFF ENL OFF ENI OFF ENL OFF ENL MILIT ARY ACTIVITY

100 II 5 II 27 5 I 2 5 (3 40

200 3), 22 17 73 2 2 I I 6 79

400 2I. 8 33 65 ( l~ 9 2 Il 42 (07

500 24 (7 42 83 19 8 I 1 22 5 56 139

600 16 I I  37 6l. 2 I 2 5 69

700 16 7 8 31 2 1. I 3 2 2 14 45

800 5 7 (2 2 I 1 1 16

NCS 8 3 11+ 25 2 I I I 5 30

WSEO 5 I 10 16 7 2 7 16 32

• DCAOC 62 66 175 9 29 8 15 I 4 8 22 96 271

DCCC 62 31 (54 247 (0 9 9 I. lB 6 56 303

CCIC (‘.7 1 1.7 lO S. 1.78 36 69 35 ‘.8 7 8 45 61 309 787

DECCO 104 64 21 189 I, 
~ I 1 10 23 50 239

CUR (5 19 10 4i~ 8 30 3 18 3 2 14 29 107 151

PAC 6 ~ 26 5 22 2 
— ~~ ~ 4 LZ!.

tOTAL 553 407 626 1586 138 182 8). 11 5 16 II, 165 179 893 2479
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• CIVILIAN GRADE DISTRIBUTION
Based on FY 76 and FY 77 on-board strengths , the chart below represents
dIstribution of civi lian Genera l Schedule (Cs) employees by grade. (Person-
nd employed under Tit le 10 , U.S.C. 1581 (P.L. 313) are shown as ST.)
Changes i~ grade distribution for the two years shown are primarily a
funct ion of reduction in Agency strength and senior level positions (see
sect ion on Staffing) . DoD-wide civi lian grade distribution Is superimposed
for comparison (normalized to DCA scale) . DCA , due to its managerial and
technical mission , has a much higher proportion of senior level positions
and cor respondingly fewer personnel at the CS 1 through 5 level.

I FROTH CIViLIAN WO RKFORCE : GRADE PROFILE
36$
21$ -

200 -
270 — FV 1976: 1624

— ~~~ FY 1977: 1586

200 — ~~~~~~DOD

244 -
23$ —
228 - A
214 -
288 - 1 1
188-  1 I
1 3 8 -  /
178 - I
ill -
1 0 0 -  

~I~~~~~~~~~~

J 

~~ 

i

i 
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DCA SKILL GROUPS
Almost 70% of the DCA workforce is In the fields of ORSA , ma thema t ics ,
science, engineering, data processing , and comun i cations. The cierlcal/
secretarial workforce is almost exclus i vely civilian and- constitutes only
about 13% of the total workforce (although it forms 2O~ of the civilian work
force). Generally, during the 1970 ’s , the trend in the c iv i l ian workforce
has been more toward engineering and data processing skills (see both the
lower chart on this page and the length of service charts on the next page) .

TOTAL WORKFORCE SKILLS

fl% EJCIVILIAN
SN-

~ 
~~~MILITARY
DCA STREIBTN 287$

S N —

J

L - 

~~aw-
H

~~~~3N-

20$ -
5%

0MB ENS ADP COM P&A CU OTHER
SKILL GROUPS

CIVILIAN WOR K FORCE SKILLS

SN j~~~FY 971: 1424 24%
— 23%

FY 1177: liii
25%

11%

~~~
2IS -

Is _
h1r

~~~~ 
_ Lj  i r~~~~~~~~~~_~~~~~ I

0MB ENS ADP CON P1* CM OTHER
SKILL GROUPS
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LENGTH OF SERVICE IN DCA

ENGINEERING PERSONNEL COMMUNICATIONS PERSONNEL

47 — 41 -
ClR(Illt1NLl0TH~ UI IlVlI-IAU ITP4IIYH.UI

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 

i
~ ~~~~~~I I I I I I I I I I I I I I I I I I I I

I 0 0 4 I 0 7 I II II II 10 04 0 I 0 0 4 0 S I I I II~~~ lI Ii (I 04 1$
Ii rio iii ~ rio rio. (711 (110 ~~ 110 (11) 1151 111 (III (III (ill (III (751 (74) III ITS £711 ~15 Iii) (III (11) ~INI (151 ( 54) UI (10

~yIaNwSCaURVICI TLSUOF DC* IIIVICI

— 
- 7 711110

“A’s

The engineering, commun i cations , and
ADP skills areas represent 54% of the
civilian workforce. The charts
display the amount of DCA servIce for
civilian employees in these key areas.

• There is an interesting point
ADP PERSONNEL that occurs at the 10—yea r interval;

__________________________________ 
74% of commun I cations personnel have

- 
D11LIAlfllENSTI-UI been with DCA jO years or longer , but

- only one-third of the engineers and
‘7 - data processing personnel have been

- w ith DCA that long.

1
05 1 • DCA is approximately 15 years
l

’s old. Sixty-one percent of these
‘7 - three groups of employees have been
‘7 - with DCA since 1970 or earlier (one-
• half of DCA ’ s l i fe) .  Spec i f ical ly,

:, :, ~ .‘ 
‘— 55% of the engineers , 50% of the ADP

Flu (701 Fill (76 116 FIll 10 1111 1* 110 (III Iii) 16 personnel , and 84% of the commun i-
YI7’s44IC*N 101 cators have been wi th  OCA seven or

more years. This may be significant
when looked at in conjunction with
the “Workforce Age.”
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WORKFORCE AGE

Durin g FY 77 the average age of the ENGINEERS
civil i an workforce was 42.) years
with 55% of assigned strength over *LITARV *140 years of age. The average age 

____

of the military workforce was 35.4 CIVIUAN: 70 [ Jwith 75% of assigned personnel
under 40 years of age. Neither
fact is particularly alarming in 70 17

that they accuratel y reflect the SI
essentiall y youthful nature of our 45
mil itary forces in genera l , and the 37maturity and experience required of 

~ 31
a c iv i l ian workforce in a DoD 35
agency such as t~~s one. The 26graphs presented ref lect the 13

various ages of the DCA workforce 
~ 2 1

by skill groupings . Of interest is 0 ~~~~~~~~~
that 61% of the engineers and 83* 26.40 41-15 blAND
of the communications personne l are
ove r 40 years of age.

COMMUNICATIONS MW

•LITANY: 203 *LITARY: 286

cIvILIA:: 235 F 1 CIVILIAN: 350 1 1

I n  40 1 3 5

~: .~~~11iLj i Ii iL ~ 
—

2S AND 21.40 41-56 lO ANS Th A NO 26-40 41-6* IS AND
UNDER OVER UNDER OVER
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WORKFORCE AGE

DM1 PERSONNEL AND AUMINISTRATIO N

MILITARY: II MILITARY: 43

CIVILIAN: N I ] 74 CIVILIAN: N I I

H 4 — ’ I 
_ _ _  

I~~~- 133
-

~~~~~~~ 
_ _ _  _ _ _ _ _ _

2IAND 21-40 41.6* lI ARS UAIO 21-40 41-55 lI ARS
UNDER OVER UNDER OVER

CLERICAL AND SECRETARIAL * 
- 

OTHER

MILITARY: 7$

CIVILIAN: 313 [_] % CIVILIAN: 227 I
N

7 0-  7 0-

- 
SI-

43 
0 0 -

2$

_ _  _ _ _  
_ _

- 
2I AND 21-40 41-11 N-AND ~~ 25*10 21-40 41-11 lO ANS
UNDER OVER ‘ UNDER OVER

*E~~1ude5 1 mIlitary (under 25).
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MANAGER S/SUPERV I SORS
MANAGER

These charts portray the percent of man-
agers/supervisors In ~aCh activity and
in DCA . C ivi l ian managers/supervisors QMANAGER/SUPERVISOR 220
are shown as percent of the civilian
workforce only. Managers/superv isors Db0N.hhJP

~~
%fh

~~ 
1311

are as defined by CSC and as reflected ~IS i

into DCA ’s PEPIIIS by Civ i l ian Personnel N - 72

In the position 4escrlption and entered Nb 
N

Offices. PEftMIS does not i dentify mili- 71 - 7
ta ry personnel acting as managers/super- so —

visors . For charting purposes , military 
~i -managers/superv i sors are officers of /

_ _ _  _ _ _  

1, 
_ _ _

/field grade rank or higher (04+) and /
— senior noncommissIoned officers (F7+). 35 /

_ _  _ _  P

/
The total horizontal bar for each activ- $ /

ity thus represents the percent of both ~~~ 
— 

,.L . 
_____ _____ -~~~ —civi lian and mi l i tary managers/super- 0

WAGE SOARO GS 6-!2 01 13 *10visors in each activity and all DCA. AND 511-U HIGHER
PERCENT OF SUPERVISORS /MANAGERS IN EAC H ACTIVITY

74
ACTIVITY IS 36 4$ 50

211 ai~~~
400 1 7Y//////7///////// J///7//// 4~J
555 12

IN 22~///2~j

IN ~r///////////Yi7/zzt~i
ItS 32V/////// /i~

~~~ EO 3t~/////J//////////////////,j~
DCAOC is

DCEC 
______________________ CIVILIAN SUPERVISOM %OF CIVILIAI

U POPULATION
CCTC 

_ _ _ _ _ _ _ _ _ _ _ _ _ _  
__
.- ~~ 11 Vi LIAR & MILITARY SUPERVISORS:

OECCO 141/////L 2’31 LI4 %OF TOTAL POPULATION
‘MILST*RYSUPERVlSORS - NAN G AIOVE

EUROPE 2y///////////////// ///J//// í iii E7 AND ABOVE —

PACIFIC 12
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BARGAiNiNG UN1T/AFGE LOCAL 2

As defined by the September 1976 Labor
Management Agreement, the unit of GRADE
exc lusive recognition Is comprised of IN
all nonprofessional , nonsupervlsory Is —
emp!~aye~s of the DCA and the NCS phys- 75Ic~lly located at 8th Street and South — 

71Coj rthouse Road, Ar lington, V irginia. —

Employee e l ig ib i l i ty  is determined by
Individuals ’ duties , not by theIr grade — — —or their skill group. Of the over 500 —
personnel at this location , approxi-
matel~j 55% are eligible (E) and 45* are 

— 
31

inelig ible (I) for union representation . — 22 
21

The following two charts have been
in cluded for general Information . They 20 —

present two separate pictures : the is —
percentages of employees eli gible and 

—Inel i gible for representation--by grade E E F
groups and those by skill groups. WAGE SOARO GSI.12 5513

AND GB 1-S AND HIGHER

E - Eligible
I — Ineligible] j

74 SKILL GROUP

I N -  ~.! 
-

~~~~~~~~~~~

— 
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:1 t ihi
COM ENS ASP O~~ P1* CU OTHER
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MINORITIES IN DCA
DI$TRIIUTION OF CIVILIAN MINORITY POPULATION

PERCENT OF MINORITIE S OF EACH ACTIV ITY’S
ON IOAF O STRENGTH

STRENGTH: $3
ACTIVITY 13%

IN _ _ _ _

OCA ’s civilian workforce has 13* $3 ______ 131
mino rity personnel. Their d ls t r i — ii.
bution by grade groupings is shown ____

below. Minorities are represented IN IS

In all skill groups with an above sss ~~~s
average representation in the _____

data processing (15%) and clerica l/ 711 II

secretar ia l  (18%) f i elds an d wi th IN ______ 3i~’lowest representation In the
engineering (8%) field. Minority
representation in each act iv i ty  WSEO
Is shown in the char t on the ______

rI ght. DCAOC ______ 317

DCEC ~~~I
CCTC 

- ~~~ I5

DECCO ~~~S -

EUROPE 7

PA CIFIC ________ 133
1 1 1 I I I T

74 0 5 10 15 20 25 30 35 40 45

CIVILIAN MINORITY PERSONNEL AS A
MINORITY STRENGTH DISTRIBUTIO N PERCENT OF SKILL GROUPS

I GRADE 
74 MINORITY: 203

155 — 
a MINORITY: 283

II — D0mE~ 1363 35 —

N-  Zi 
- —

76 —
15 — —

15— 13 
— _ _ _ _ _ _ _  _ ___

SI- — —

4 6 —  
- 1 I—  — 

—

36-
22

2 0 —
12

1.— 5
- —a- ---

WAGE BOARD GS I-12 01 13 *10 0MB ENS ASP CON PIA CIS OTHER
AND 65 1-5 HIGHER 65 200 381 231 II 313 227

SKILL GROUPS
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WOMEN IN DCA
DISTRIBUTION OF CIVILIAN WOMEN POPULATION

PERCENT OF WOMEN OF EACH ACTIVITY’S
ON-BOARD STRENGTH

______ 

STRENGTH:_NI
ACTIVITY 38%

— IN I
a. _________

OCA ’ s clv i Uan workforce has 38* women. 47
They form the majority of the c lerical/ -

secretarial workfo rce (96%) and conse- IN ~~ J3S
quently of the 1-8 GS grade category IN ____________ a
(86%). Except for the engineering ____________  __________

field , however, women are represented 711 ____________ 176
in all DCA skill groups. Their distri 

-

___________

bution throughout OCA Is shown on the ____________

right , with grade distribut i on shown NCS ____________ 141

below. MED ____________ a

‘p 
DCAOC 1$

DCEC 1$
CCTC _______________

DECCO ______________ 151

EUROPE 132

PACIFIC ________________ _________________
I I I I I I I( l I I I I I l

74 5101520 25363541411S11SSI57671

WOMEN/MEN CIVILIAN STRENGT H 
WOMEN Ci VILIA N PERSONNEL AS A

4. 

74 DISTNIIUTIO N BY GRADE WOMEN NI
IN- ISO -

[JFEIIALE: SM N 
—

N
— •MALE: 652

I. 74 II—

7 5 —  7 5 —
U—  N —  

—

SI- II-

40-  48 -  
_ _

• - a 
- — I —3 5 —  26 36~~~~ 

—

~~~ 
14 

4 

~: r 1 ,fl~ . . .
WAGE SOARS 0$ 8-12 55 13 AND 0MB ENS ASP CON P1* CII OTHER

AND 6$ 1-S HIGHER 85 255 311 231 N 313 227
SkILL GROUPS
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OFFICER PROMOTIONS

FY 77 promotIon s ta t is t ics , as portrayed below and on the next page,
compare DCA officer selection with serv i ce-wide rates, It should be
recogniz ed , however , that in today ’s highly competitIve and reduced
force env i ronmen t , selection rates are only a shorthand IndIcator of
the quality of officers assigned to the Agency. Generally, officers
assigned to DCA fare better than their contemporaries , particularly
in the first—time eligible category. The exceptions seem to be in
those cases where the numbers invo l ved are especially small , such as
in selection for 06 or of Marine Corps officers. In 06 selections ,
OCA rates are below service rates, although one office r was selected
from below the zone. Firs t-time elig ib le select ion rates for both
05 and 04 are considerably higher for DCA officers than those of
their respective services.

- 

- 

PROMOT ION SELECT ION RATES FOR TEMPORARY 0-b

COLONEL 
PRIMARY Zth~E _________________ 

SECONDADY ZONE

1ST TIME CONSIDERED PREVIOUSLY CONSIDERED TOTAL CONSIDERED
0-6

___________ 

LIGIBLE SELECTED ELIGIBLE SELECTED ELIGIBLE SELECTED ELIGIBLE SELECTED

DCA 6 2 3 0 9 
- 

2 14 1
(33*) (0* ) (22*) (7* )

ALL ARMY 866 385 ll~4-4 75 2010 460 3635 77
_ _ _ _ _ _ _ _  _ _ _ _ _ _  

(44%) 
_ _ _ _ _ _ _ _  

(7%) 
_ _ _ _ _ _ _  

(2 3*) 
_ _ _ _ _ _  

(2 % )

DCA 3 1 3 0 6 1 7 0
(33%) (0%) (17%) (0%)

ALL NAVY 491 243 R~3 30 135~s 273 1 482 29

_ _ _ _ _ _ _ _ _  _ _ _ _ _ _  

(49%) 
_ _ _ _ _ _ _ _  

(3%) 
_ _ _ _ _ _ _  

(20*) 
_ _ _ _ _ _  

(2*)
DCA 3 - 1 15 0 i8 1 10 0

(33%) (0 *)  (6 *) (0%)

ALL AIR 11 62 421 2607 73 3769 ~e94 671 87
FORCE (36*) (3*) (13*) (13%)

DCA 1 0 0 0 0 0 0
(~ %) (0*) (0*) (0*)

ALL
MARI!!E 240 120 157 12 397 132 376 0
CORPS (50%) (8%) (33*) (0*)

Code 710, Lt. Col. Scarborough , Ext 22630
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OFFICER PROMOTIONS
PROMOTION SELECTION RATES FOR TEMPORARY 0-5

___________________ 
PRIMARY ZONE 

__________________ 
SECOND(9Y ZONE1 COLONE

1ST TINE CONSIDERED PREVIOUSLY CONSIDERED TOTAL CONSIDERED

LIGIBLE SELECTED ELIGIBLE SELECTED ELIGIBLE ~ELECTED ELIGIBLE SELECTED
DCA 10 8 7 1 17 9 13 1

(80*) 
- 

(14*) (53*) (8%)
ALL ARMY 1590 1067 1088 150 2678 1218 3235 154

________ _____ 

(67%) 
_______ 

(14%) 
______ 

(46*) 
______ 

(5%)

DCA 4 3 10 0~~~~ 14 3 4 0
(75%) (0%) (21 ) (0* )

ALL NAVY 135 1 880 1327 34 2678 914 2600 53
- (65%) (3%) (34%) (2%)

- 

- - DCA 13 10 2 0 15 10 33 3
(77%) (0%) (67%) (9%)

- : ALL AIR 3014 1747 2437 205 5451 1952 6039 158
FORCE (58%) (8%) (36%) (3% )

DCA 0 0 1 O~~~~ 1 0 3
(0%) (0%) (0%) (0%)

ALL
MAR U’IE 322 206 368 20 690 227 751 1
CORPS (64%) (5*) (33%) (,I%)

_______  

PROMOT ION SELECT ION RATES FOR TEMPORARY 0-4

________ ________ 
R I M A R Y  ZONE 

__________ ________ _______ 
SECOND V ZONE

I4~4JOR
1ST TIME CONSIDERED PREVIOUSLY CONSIDERED TOTAL CON IDERED

0-4
__________ 

LIGIBLE SELECTED ELIGIBLE SELECTED ELIGIBLE ELECTED ELIGIBLE SELECTED

DCA 3 3 2 0 5 3 14 1
(100%) (0*) (60% (7%)

ALL ARMY 2562 1955 1195 241 3757 2196 6351 159
________ _____ 

(76*) 
_______ 

(20%) 
______ 

(59% : 
______ ______

DCA 3 3 0 0 3 3 I 0
(100%) (0%) (loO% (0%)

ALL IIAVY 1 311 936 ~iO7 94 1718 1030 2200 25
_________ ______ 

(71*) 
________ 

t2 3%) 
_______ 

(60%, 
_______ 

(1%)
DCA 11 9 1 0 12 9 21 0

(82%) (o~) - 

(75* , (o*)

ALL A IR 3759 2696 1286 161 5045 2857 1 3725 163
FORCE 

_____ 
(72*) 

_______  

(1 3*) 
______ 

(57%: 
______ 

( 1 %)
DCA 0 0 0 0 0 0 0 0- 

(0*) ( 0*) (0*) (0% )
ALL -

MAR Ii IE 486 358 87 21 573 379 1215 0
CORPS (74%) (24*) (66*) (0%)
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UPWARD MOBILITY
Wi thin the framework of the merit system and the DCA Training Agreement,
Upward Mobility provides an opportunity for DCA Washington-area employees
wi th potential , who are in GS-9 and below dead-ended Jobs, to compete for
place ment into trainee position s that w i l l  a l l ow them to deve lop and advance
In accordance with their abiliti es .

Supervisors review each vacant or proposed position for consIderation . Length
of training ranges from 6 months to 2 years wi th promotion upon completlon .
The goal for position s to be converted to Upward Mobility is equal to 10% of
the number of accessions in the professional, techn i cal , and adminis trat i ve
job seri es (excl uding one of a kind) in the Washington , D. C., area.

Program is on target; however, more organ izations with more varied occupations
a re required to participate if program is to achieve ful l potential.

,Y 7’.77

- Entry  Org.
PosIti on IRIs Sari .. 

~~e.4i £2.~!. Status

Personnel M anage ment Spec . 201 5/7 720 Proiuot .d

Compu ter Programmer 334 5/7 CCTC Promot.d

Purchasing Agent 1105 4/5 230 Pro.oted

Computer Operator 3U 4/5 DCEC Promot.d

Computer Operator - 332 5/6 CCTC Re signed

Computer Programm .r 334 5/7 CCTC Promoted

Computer Program mer 334 5/7 CCTC Promoted

InformatIon Processing Spec . 301 4/5 OCEC Promoted

PY 1977
Compute r Systems Analyst 334 5 DCAOC Tra ining

Accoun ti ng TechnIcian 525 6 600 Pro moted

Computer Programmer 334 5 DCAOC Tra in i ng

Se cur ity A s sIs tant 060 5 200 TrainIng

Managem e n t AssIstan t 344 5 600 Tr ainIn g

Compu tep Operator 332 5/6 CCTC Tra ini ng

Illus trative Ass Istan t 100 1 4 CCTC Tr a ining

• Illus trator 1020 5 200 (Open)

Computer TechnIcian 335 5/6 CCTC (Open) 
—

Code 722, Mrs. Ph ill I p, Ext 227911, DCA I 220—125— 12

— 
59

-~~~~~~~~~~~ - ----- - 5 -

~~~~~~~~ -~~~~ ~~~~~~ ~~~~~~~~~~~~~~~ 4



----

~~~

--- -— ---- - - -

~~~

----

~~~ 

—

~ 

--—- -

~~~~

-- -

YOUTH OPPORTUNITY PROGRAMS
STAY-IN-SCHOOL CAMPAIGN

DCA is authorized to hire a limited number of students on a part-time basis
(16 hours a week or 40 hours a week during vacation periods). Criteria
Include ma in taining acceptable school standing , needing the earnings to Stay
in school , and age between 16 and 21 years. Appointees are not charged
against the personnel ceiling .

The Youth Opportunity Programs prov i de an excellent manpower resource
to supplement our reduced workforce. Student productivity may be

— sharply Increased by careful supervision and continuation for more
than one year of the best performers. In addition , expanded use of
qualified college students promises to make this an even more v ia b le

j program . Accordingly, HQ DCA requested and has recei ved an increase
of eight authorizations for FY 78.

STAY-IN-SCHOOL

FY 77

ACTIVITY AUTH OR I Z E D  ASSIGNED
BY CSC (Average) -

HQ DCA 11

NCS I I

DCAOC 2 2

DCEC 15 15

CCTC 11 11

DECCO 1 1

PAC 1

TOTAL 45 45

Code 722, Mrs. P h i l l i p, Ext 227911
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YOUTH OPPORTUNITY PROGRAMS
SUMMER EMPLOYMENT

Each year the Agency actively parti ci pates In the Summer Employment Programs
for youths. Employment goals for this program for the past two fiscal years
have been set at 4. 2% of c iv i l ian strength . The USCSC and DoD encourages
agencies to set aside at least three fourths of thei r summer jobs for dis-

- - - -  advantaged youths .

DISADVANTAGED YOUTHS EMPLOYMENT

YEAR GOAL. ACTUAL

FY 76 68 55

FY 77 67 68

For both of the years shown above, DCA was unable to employ youths from
the Summer Employment Register maintained by the U. S. CivI l Service
Commiss ion because of manpower restrictions. These persons count against
the manpower ceilIng while the disadvantaged youths do not. All summer
appointments during both fIsca l years were of disadvantaged youths.
Students hired under the stay-In-schoo l campaign are applied toward the
Summer Employment Program goals when employed during the summer period .
in this respect , the Agency more than met its employment goals and
cooperated fully in the spirit and intent of the program.

• C

z 

.

Code 722, Mr. Lewis , Ext 22793
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COOPERAT I VE EDUCAT ION
The Cooperative Education Program provides periods of study-related ,
~t’i1y paid employment in suitable types of work for college students
who are pursuing a baccalaureate curriculum . It is conducted in
accordance with a planned schedule and a working agreement between
DCA and the college .

Participation in the ~tCO OPU Program has strengthened the professional
occupations within the Agency , enhanced our image as a prospective
employer among college students and faculty, and provided a source of
potential entry-leve l candidates before graduation . While participants
count against authorizations during actua l work periods , overauthorizations
based upon the “h i re-lapse” rate have been utilized to cover participants.
Due to current strength ceilings , the CO OP Program will continue to be
supported by o’~.erauthorizations for those individuals already in the
program. New students w ill be supported from within authorized manpower
resources. Accordingly, a slight decrease to eight students is anticipated
for FY 78.

PARTICIPATION IN COOPERATIVE EDUCATION PROGRAM

ACTIVITY OCCUPAT I ON FY 76 FY 77

700 Personnel 1 0

DCAOC Data Processing 1

CCTC Data Processing 7 8

DCEC Engineering 2 2

- 

- DCA-WIDE TOTAL 11 11

Code 722, Mrs. Ph iil ip, Ext 22794

62

-- -~~~~~~~~ ---~~~ -- ~~~~~~~~ -,- : I L ~~1~~~~~~~~ ~~~~~~~~~~



r

EMPLOYMENT OF HANDICAPPED INDIVIDUALS
AND DISABLED VETERANS

DCA policy provides for equal employment opportun I ty to all persons ,
and that no one shall be discriminated against because of factors that
do not relate to effective job performance. Superv isors must make
realistic decisions about emp l oyment of handicapped Indivi duals and work
to remove barriers to theIr employment.

During FY 77, the Se lf- identification of Medica l Disabi l i ty Survey was
conducted w ith 62% response rate. Statistics are now based on those
data. Usi ng the new codes, 9.5% of the Individuals who Identified

- 

• 
their handicap status have repo rtable hand i caps . Appro ximately 5% of
our workforce are Disabled Veterans. Disabled persons are employed
in a broad range of grade l evels and in 32 occupatIona l series . Ten
disab led persons were hired during FY 77.

The OCA Aff irmative Action Plan for Emp loyment of Handicapped indIvi duals
and Disabled Veterans prov i des overall objectives , assesses accomplish-
ments, and Indicates action i tems , together with responsibilities and
target dates for FY 78.

EMPLOYEES INDICAT ING DISABILITY

- 

ACTIVITY NUMBER

HQ DCA 29

NCS

WSEO I

DCAOC 14

DCEC 16

CCTC 15

DECCO 16

EUR

MC 2

TOTAL 98

Code 722, Mrs . PhHli p, Ext 227911
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BLOOD DONOR PARTICIPATION
To qualify for a Red Cross Bl oodmob i l e, at least 90 Defense Commun i cations
Agency volunteers are required at each scheduled bloodmobile. In April 1977,
this number was raised to 100 in order for DCA to ensure reaching the 75
pints of blood collected that Red Cross requires in order to have a blood
mobile. Our goa l Is 150 usable pints of blood each year.

Our percentage of participa tion has increased though our on-board strength
has decreased . Th is can be attributed to the Individual recruiters through-
out the Agency and Civ i l ian  Personnel emp}oyees ’ persona l contact w ith
employees. The Ameri can Red Cross, Arlin gton Chapter, presented to DCA a
Certificate of Ach i evement for exceeding 100% participation In the Blood
Mobile Program for 1976.

DATES OF ON-BOARD NUMBER NUMBER ACTUAL
BLOODMOBILES STRENGTH* VOLUNTEERS DEFERRALS DONAT I ONS PERCENTAGE~*

Jul y 1976 940 110 26 84 112%
November 1976 862 96 5 91 121%
April 1977 848 103 8 95 127%
August 1977 853 102 10 92 123%

*Includes both military and civilian employees assigned to DCA, NCS, WSEO,
CCTC, and DCAOC at Headquarters compound. Pers onnel assigned to other DCA
field activities also participate, but separate statistics are not
maintained .
**Actual divided by quota (75 people per bloodmobile) = percentage

Code 723, Ms Martocci , Ext 22788

BOND DRIVE
A savings bond campa ign is conducted annua ll y between I May and 15 June.The campaign part ic ipat ion goa l for the past two years has been set at
75% of civi l ian strength.

PART I C I PAT I ON
YEAR RATE

FY 76 6 1 %
FY 77 67%

Increased emphasis on the part of managers and supervisors not only
during the campa i gn period but also al l through the year should serve
to increase the overall part icipat ion rate.
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APPEALS AND GRIE VAN CES
EMPLOYEES FILING APPEALS OR GRIEVANCES EXCLUDING EQUAL

OPPORTUN ITY COMPLAINTS WITH DCA OR CIVIL SERV ICE COMMISSION

There were 12 appe~ 7s f i led by employees during FY 77. The Increase in
classtfication appeals Is not attributable to any one reason. No change
in grade has resulted from any of the appeals. The number of grievances
remained constant at three for FY 76 and FY 77.

APPEALS

FY 76 FY 77
TYPE

____________________________ NO RESULT NO RESULT

Classification 3 Denied 7 5 Denied
1 Pending
I W ithdrawn

Performance 2 Denied 2 2 Denied;
1 Reopened r

Pend ing

Within-Grade Withheld 1 Denied 2 1 Denied
I Pending

Reduct ion in Force I Denied 0

Adverse Action 0 1 Pend ing

TOTAL 7 12

DISCIPLINARY AND CORRECTIVE ACTIONS
EMPLOYEES DISCIPLINED BY REMOVALS . TERMINAT IONS FOR CAUSE,

SEPARAT IONS FOR INEFFICIENCY . SUSPENSIONS. UNSATISFACTORY PER
FORMANCE RATINGS, AND WRiTTEN REPR1MANDS

Discip l inary actions were not signif icant in terms of numbers. This reflects
the quality workforce composition of educated and experienced career personnel.
However , supervisors Indicate an awareness of the availability of corrective
actions when employee conduct fa i ls  to meet established standards.

Code 722 , Mr. Lewis , Ext 22793
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